Abstract
Introduction
The influence of human resource management (HRM) practices and policies on employee retention is an important study in the fields of human resource management. Organizations have witnessed the importance of human resource management practices on employee retention (Singh, 2010) . The purpose of this research paper is to analyze the factors influencing employee retention due to the human resource management practices implemented by the organizations in Maldives retail industry
Research Background
Many researches were done on this field in the past. Most of the recent studies were carried out in developing countries Johari, et al., 2012; Shahzad, et al., 2013) . Among them, a large number of studies were carried-out in Asia followed by a handful of studies in Europe and limited studies were done on other developing countries (Boxall, et al., 2003; Ghazali, et al., 2008; Rana, et al., 2009; Singh, et al., 2010; Akter, 2012; Bal, et al., 2014) . Many research in the field HRM were done on Bangladesh, Pakistan, Malaysia, Thailand and India (Abdullah, et al., 2009; Thite & Russell, 2010; Mahmud & Idrish , 2011; Hassan, et al., 2013; . But since this research is constructed on Maldives there are no official publications carried out on this context as of now, however there are handful of studies conducted on other topics mainly concentrating on the Maldives tourism industry ( (Ministry of Tourism , Arts and Culture Republic, 2011; Shakeela, 2010) .
More specifically most of the past research that explored the influence of HRM practices on employee retention were focus on Banking, Hospitality & Tourism, Retail, IT and telecommunication sector (Mensah, 2010; Chalkiti & Sigala , 2010; Reddy & Chandra, 2011; Janjua & Gulzar , 2014; Janani, 2014) . Likewise among these studies a broad range of researches were conducted on the retail sector in India and Malaysia (Tay, 2011; Puri, 2013; Bhatla & Pandey, 2014; Sultana, 2014) . This could be due to the fast growth of Indian retail sector that has expanded by 10.6 percent with in 2010 -2011 and it was expected to grow up to $ 750-850 billion by (Sultana, 2014 . Similarly the retail business in Malaysia has contributed 13 percent of the countries gross domestic product with RM 334 billion in sales and the retail sector is accepted as one of the main pillars of economy (Tay, 2011) . Though this industry has attracted a lot of researchers in the past and produce a vast literature of this field. However, again it seems there is no formal research publication in Maldives retail sector in examining the influence of human resource management on employee retention.
In past many aspects of human resources management were covered and discussed in detail. The most common cited practices of HR practices includes recruitment, reward and compensation, performance appraisal, training and development, career development, health and safety and supervisor support (Osemeke, 2012; Hong, et al., 2012; Okeudo & Cmilt, 2012; Omolo, et al., 2013; Fauzi, et al., 2013; Malik, et al., 2011; Rubel & Hung, 2013) . Moreover, it was revealed that the most effective human resource management practices in the retail industry are performance appraisal, training and development, reward and compensation, career development, health and safety (Ming, et al., 2012; Tay, 2011; Puri, 2013) . Past research shows a strong correlation between human resource management practices on employee retention. This is because by following appropriate human resource management practices the employee are felt appreciated, satisfied, motivated, more engaged with training which will improve the performance and encourage the employee to retain (Amin, 2013; Hoekstra, 2011) .
Research Rational
Human resource management practices is a topic that have been covered by a large number of researchers world wide for decades to analyze the relationship between HR practices on employee retention (Qureshi, 1994; Fey, 2000; Jones, et al., 2010; Waiganjo, et al., 2012; . A large number of empirical studies verify a positive relationship between human resource management practices on organizational performance mainly in relation to employee retention . Looking at the most recent findings among the studies conducted on this context training and development, health and safety, reward and compensation, career development, supervisor support, recruitment, performance appraisal, work and family balance and wage are some of the key practices that influence employee retention (Abeysekera, 2007; Malik, et al., 2011; Osemeke, 2012; Fauzi, et al., 2013) . Furthermore training and development enhances job productivity, positive attitude of employee allowing to acquire superior knowledge, skills and abilities , likewise performance appraisal, reward and compensation motivates employees to stay focused and engaged (Tay, 2011) , while career development and supervisor support increase the employees organizational loyalty and reduce the negative thoughts towards the organization (Merchant, 2013) .
On the other hand if human resource management practices are not implemented properly in an organization there are several negative impacts. An organization with proper human resource management practices enjoys the firm's sustainable growth that will maximize the economic opportunities in order to meet the organizational goals (Yi, Nataraajan & Gong, 2011) . Similarly more significantly related to this research will retain employees and improve their performance (Singh & Jain, 2014) . Furthermore human resource management is an approach to develop highly committed and capable workface additionally accountable for retaining skilled employees therefore with these approaches it is evident that one of the primary sources of competitive advantage for an organization is employee (Saha & Gregar , 2012) . Hence organizations without proper human resource management practices will invest often more on attracting and recruiting employees that fits for the organization, train them to align with the overall culture and strategy of the organization which will incur higher costs (Moon & Li, 2012) . Employee retention today has become a global issue. According to Hay Group, the global employee turnover rate will experience the severest escalation with in 2014 and by 2018 more than 49 million employees will leave their present jobs compared to 2012 making it a total number of 192 million employees worldwide (HayGroup, 2013) . Specifically Asia Pacific will be experiencing an average turnover rate of 24% during 2013-2018 (Haygroup, 2013) .
Similarly, employee retention and HR practices becomes very vital as Maldivian industries recently had experienced a number of incidents employees striking for their demands and needs during operational hours in the Hotel premises (Haveeru Online, 2013) . Mainly the cause for the strikes were low service charge, fail to provide pay raise, uneven benefits, promotions, accommodation, food, racism and discriminatory pay against local staff (Haveeru Online, 2013) . In addition to that based on a report from Human Rights Commission of the Maldives the " Rapid Assessment of Employment in Maldives '' highlighted that government was unable to train Maldivians to match the needs of growing industries along with the growth of economy in Maldives (Human Rights Commission of the Maldives, 2009). Nevertheless now the Ministry of Human Resources, Youth and Sports, Republic of Maldives is supporting the citizens by providing scholarships through national and international programs (Cambridge Trust, 2014) .
Since this research is based on Maldives retail industry there are no official publications made on this industry, however a handful number of studies are conducted on the Hospitality and tourism industry of Maldives that generates the highest revenue for the country (Shakeela, 2010; Shakeela, et al., 2011; Ministry of Tourism , Arts and Culture, 2011) . Nevertheless retail industry is studied among some of the developing countries such as India, Malaysia and within few European countries (Johari, et al., 2012; Fauzi, et al., 2013; Bhatla & Pandey, 2014; Singh & Jain, 2014) . Therefore this study will be contributed to analyze the human resource management factors influencing employee retention in Maldives retail industry. This will allow future researches to determine the importance of focusing on certain areas where very limited documentation has been processed. Also the findings of this study can support organizations to come up with appropriate strategies to improve retention and employee performance through human resource management practices in Maldives Retail Industry.
Research Aims and Objectives
The main research aim of this study is to evaluate the influence of human resource management practices on employee retention in Maldives Retail Industry. The objectives derived are as listed below:
 To examine the effect of career development on employee retention.  To examine the effect of practicing performance appraisal on employee retention.  To examine the effect of training and development on employee retention.  To examine the effect of reward and compensation on employee retention.  To examine the effect of adopting health and safely in organizations on employee retention.
This paper is organised as follows: first part is discussed above. Second part is the theoretical framework and research hypothesis development. Third part discusses the research design and methodology, data collection procedures and process. Fourth part presents the results and discussion. Final part is conclusion and recommendation, and implication for further research
2.
Literature Review
Definition of Human Resources (HR) Practices
Beginning with Beer (1985) a professor of business administration, Emeritus at the Harvard Business School defines human resource management as one of the main management activities involved in making decisions and all actions that affect the nature of the rapport between the employees and organization. Also human resource management is defined as a strong term used to define the policies, philosophy, practices and procedures interrelated in managing people with in an organization (Guest, 1997) . Furthermore human resource management is defined as all the activities related in managing the workplace and employees in the organizations (Boxall, 1996) . According to Armstrong the term Human Resource and Human Resource Management has been fundamentally replaced with Personal Management, which is the process of managing employees and their needs in organizations (Armstrong, 2006) . More recently HR management is defined as planning; recruitment and selection; performance and reward management; employee well-being; training and development and employee relation to achieve the organizational objectives through their individual contribution (Armstrong & Taylor, 2014) Critical Review of Key HR Theories
Hard and Soft approaches of HR
Hard and Soft versions of human resource management are two of the most widely adopted models. According to this framework in the soft version the employees are measured as an additional value to the organization bearing in mind employees require training and development with careful management to develop the quality, commitment and flexibility while in the hard version employees maximum potential is used for the benefit of the organization and employees are considered as a tool to achieve the organizational goals (Truss, et al., 1997; Dainty, et al., 1998; Ihuah, 2014) .
Even though this framework specifies insights on employees no human resource management practices other than training and development was discussed. Due to the paradox and opposing views of this model according to academicians (Storey, Salaman and Billsberry 2005; Guest, 1997 ) the models are not appropriately explored and questions were raised about the value and the relevance of the models (Truss, et al., 1997) . Likewise this particular model is not relevant to this research because based on the existing studies there are more than training and development required to achieve the organizational goals through human resource management practices (Ming, et al., 2012; Tay, 2011; Puri, 2013) .
Harvard Framework
This approach is referred as the soft and developmental humanism oriented framework accepted by various academicians and implemented by several organizations is designed for the over-all organizational perspective of human resource management choices that can effect the long-term well being of employees and organizational effectiveness (Ehnert, 2009 ). This framework was developed after examining the demand for a more comprehensive, broader framework that also provides strategic perspective in the present emerging working environment in order to manage the requirements under pressure to manage employees for long term accepting employees as a potential asset (Mirzaei, et al., 2013) . Nevertheless this framework was the first to emphasize that human resource management is for line managers (Armstrong, 2006) .
Harvard framework mainly addresses on congruence, competence, cost-effectiveness and commitment that widens the context of human resource to incorporate employee influence (Tabibi, et al., 2011) . Although this framework has covered a large extent of human resource practices and it needs more development in future with the concepts because the model lacks on explaining how the four policies are influenced by the stakeholder and the classified environment of how it will work in the long term affects of strategic human resource management (Agyepong, et al., 2010) . Similarly this model is not significant for this study as it speaks of only two main dimensions discussed in this study that are reward systems and employee well-being.
Michigan Model
This model made one of the first explicit statements of the human resource management concept known as the matching model leaning more towards the hard approach in comparison to the Harvard framework (Ehnert, 2009) . Concerning the motives of this model employees are managed at a lower cost in order to achieve high profit for the organization by neglecting the nature of employees and their influence on strategic planning, besides this model doesn't allow to intergrade the current concerns of work life balance into discussion (Ivo, 2006) . According to this model the available human resources must be in line with the jobs and priority is given more to the business strategy (Cakar, et al., 2003) .
In comparison to the models discussed earlier this model reviews four main generic human resource management practices the appraisal, selection, rewards and development (Armstrong & Taylor, 2014a) . Despite this model addresses some of the key human resource practices that enhance employee retention with it's similarities to the Harvard framework the model is criticized because of the narrow perspective it has got on achieving the organizational goals and the limitation it contributes towards the importance on human resource (Harvey & Peter, 2010) .
The Guest Model
This model is inspired by the Harvard framework is a fusion of both soft and hard approach of human resource management (Janssens & Steyaert, 2009) . In 1997 Guest claimed about the need for a proper theory that emphasizes on three main characteristics 1: Human resource 2: Performance 3: and finally a theory on how both could be related. Consequently after exploring theories such as strategic contingency theory and AMO theory while observing for eight years on the dispute of the three fundamental characteristics the link between human resource and performance still remained uncertain (Paauwe & Boselie, 2005) . According to this model organizations can achieve high employee performance, stronger problem solving, reduce employee turnover, achieve greater goals and improve cost in an effective manner by adopting a coherent strategy of human resource practices properly integrated with the business strategy (Marsden, 2002) . Guest's model was found a successful human resource management model in a wider academic level with critical researchers such as Karen Legge having several difficulties in producing counter text towards the model (Harley & Hardy, 2004) . With the main seven policies recruitment selection and socialization, manpower flow, reward systems, appraisal, training and development, communication systems, and organizational job design this model is relevant to the study because this model is exceptionally different from the traditional personal management models emphasizing more on the strategic management (Guest, 1997) . In addition to that with this model the aim of the study could be achieved as it improves employee performance retaining employees
Literature 'Gap'
As earlier mentioned, very few studies were done on Maldives. Also handfuls of research were officially published on Maldives, especially on HR practices and its issues, challenges faced in recent years. The table 1 below shows the research done on Maldives and related industries. Most of these studies are done on the tourism industry. As of now there seem no published official studies is done on exploring the influence of human resource management practices on employee retention in the retail industry of Maldives. Moreover a handful of human resource practices are discussed such as wage, working time, safety and health and training.
The table 2 below provides a summary of the studies on the human resource context in the retail industry. According to these studies some of the key human resource practices are working condition, reward system, recruitment, performance appraisal, career planning, training and development. 
Career Development and employee retention
One of the main critical issues organizations facing today is to retain their employees (Allen, 2010) . Career development is one of the main human resource characteristics that provide the opportunity for employees to continuously be a part in the diverse activities in the organization that develops employees (SHRM, 2012) . Career development activities includes succession planning (Broadbridge,2007) , talent management (SHRM, 2012), leadership development (Day & Harisson 2007) , structured career management and self-assessment . The outcome of succession planning were development for further growth, work shadowing, job rotation within the organization and promotion leading to employee retention (Broadbridge,2007) . Similarly structured career management improves the employee's organizational commitment and behavior resulting further employee retention. Also self-assessment enables to establish commitment to perform better in the organization and enriches the skills of functioning in the work place . Therefore this research assumes that H1: Improved career development practices have a significant and positive influence towards employee retention.
Training and Development and employee retention
In the present economy training and development is among one of the key human resource management practices which leads to skills, abilities, superior knowledge, positive attitude and behavior of employees resulting the organization in profit . Among them there are several different types of trainings and development methods. This includes on-the job training, off-the job training, job rotation, coaching &mentoring, and employee development. On-the-job training improves work efficiency, develops interest in work, gives satisfaction and reinforces the commitment towards the organization leading to employee retention (Hanif, 2013) . Also off-the-job training causes employees pay more attention to the particular training activities, learn new skills and knowledge without distractions paying the complete focus on the training (Elnaga, & Imran, 2013) . This result employee commitment and retention. Job rotation enables employee to enrich their skill set and has positive effect on employee motivation and retention (Kaymaz, 2010) . Coaching and Mentoring is considered to be one of the effective training and development method. This method enables one-to-one consultation. This process develops high performance of employees speeding up the settling process in the organization and increasing the productivity (Ameeq & Hanif, 2013) enabling employee stay in the organization for a longer period of time. Further more employee development activities has a significant and positive impact motivation, loyalty and employee retention (Sinha & Sinha, 2012) . Therefore the following hypothesis is formulated
H2: Increasing training and development opportunities has a significant and positive influence on employee retention
Alternatively, recent research found that combined effect of training and development along with career development opportunities have a significant influence on employee retention (Juhdi, Pa'wan & Hansaram, 2013) ). These employees are motivated to train themselves in order to enhance their career opportunities and develop themselves (Heathfield, 2008) . This cause employee to be motivated and retain in the organization. Mostly employees are not much interested in training and development if that training is not linked with career development . Therefore the following hypothesis is formulated
H3: The combined effects of training and development along with career development opportunities have a significant and positive impact on employee retention.

Performance Appraisal and Employee retention
Performance appraisal is a process of evaluating employee's performance on the assigned tasks to facilitate further career development; it is mainly the communication between the employee and management (Hong, et al., 2012) . Some of the key components of performance appraisal are employee feedback, communication, goal setting, performance evaluation, and periodic review. Employee feedback approach helps in shaping the behavior and improves learning that drives the performance and retention (Kasemsap, 2015) . Similarly communication system motivates the employee to willingly participate in the appraisal process (Agbola et al, 2011) .leading to a positive outcome of employee retention. The goal setting process enables employee to stay more focus and stay in the organization if the set goal is meaningful and challenging. This motivates employees to meet the set organizational objectives in a timely fashion (Fulk, Bell & Bodie, 2011) . Also performance evaluation contributed to employee retention as it gives the confidence to employees that the organization is committed to accomplish the needs and development of employee that enhances performance (Yi, Nataraajan & Gong, 2011) . Lastly the period review allows the organization to identify the lack of ability, lack of effort and progress by the employee often that can minimize the problems improving the performance (Pulakos, Hanson, Arad, & Moye, 2015) resulting employee retention. Therefore the following hypothesis is formulated:
H4: Effective performance appraisal has a significant and positive influence on employee retention.
In contrast, many research finding shows that performance appraisal is meaningless if it is not linked with some reward. This reward could be an intrinsic or extrinsic reward. If reasonable rewards are not linked with performance appraisal, it would not improve performance in long-term or retain the employee (Lawler III, 2003) . Another study shows that when performance appraisal outcomes were not linked with reward and recognition, employees tend to feel demotivated and intends to leave or were not willing to participate in appraisal process (Daoanis, 2012) . Therefore the following hypothesis is also formulated H5: If performance appraisal and reward recognition are combined, there is a significant and positive impact on employee retention.
Reward and Recognition and employee retention
Reward and compensation are the forms of tangible benefits and financial returns that an employee receives, however with the emerging economy and the present work environment the rewards and recognition takes in different forms. These include performance based rewards, employee recognition, non-monetary incentives, extrinsic rewards, and intrinsic rewards. Performance based pay improves employee performance in addition to motivating and engaging employees (Nazir, et al., 2013) causing to improve employee retention. In employee recognition process, employees are praised which is a key essential as employees seek the need to be valued and respected. This process increases individual productivity, loyalty, retention and high employee satisfaction (Danish & Usman , 2010) . Non-monetary incentives attract, motivate and retain competent human resource in the organization (Fogleman & McCorkle, 2013 ). Extrinsic rewards increases the level of employee performance and satisfaction also found as a strong factor for employee motivation (Saeed, et al., 2013) . Intrinsic rewards were found to be a sustainable source of motivation for employees (Saeed, et al., 2013) . However according to studies extrinsic rewards are more positive and stronger in relation to intrinsic rewards (Edirisooriya, 2014) in retaining employees. Therefore the following hypothesis is formulated H6: There is significant and positive impact of reward and recognition on employee retention.
Health and Safety and employee retention
Maintaining Employee well being and providing a safe working environment is one of the main human resource management practices because it is directly related to the organizational performance, individual well-being, profit and the service provided to the customers through the employees while contributing to the success of the organization (Mearns & Reader, 2008) . Health and safety practices include workplace health and safety, occupational health programs, health and safety training, health and safety management, and health and safety inspection. By implementing proper health and safety standard in the workplace improves the performance of the organization through employees by avoiding and reducing costs related disabilities, accidents, absenteeism and illness (Gaceri, 2015) . This result more employee retention. Similarly occupational health programs allows organizations to minimize the stress level of employees with higher productivity, less absence to work improve staff determination (Armstrong, 2006) causing to reduce labour turnover. Health and safety training among employees provided special courses to deal with the health and safety areas to be careful and have safety problems. This builds the confidence and commitment of the employee towards and organization (Armstrong, 2006) resulting further improvement in employee retention. Also safety and health management helps the organization to reduce costs, reduce risk in for employees at the workplace increasing their productivity because this practice motivates employees and keeps them in good health (Health and Safety Executive, 1997) thereby reducing labour turnover. Health and safety inspection prevents injury illness and property dame in the workplace and builds a positive health and safety culture, which enhances employee productivity, commitment and performance (Armstrong, 2010) 
Research Design and Methodology
Research Paradigm
There are four research paradigms, which include positivism, post-positivism, interpretivism, and pragmatisms. The table below shows the difference in each of these paradigms. For this research study, positivism paradigm is applied because post -positivists attempts to rectify the causal relationship, experimenting the phenomena and uses a correlation study that leads to the methods that produce quantitative data (Scotland, 2012) . Therefore by following this paradigm the researcher is able to select variables, observe and interpret the findings and moreover able to analyze the impacts of the human resource management practices influence on employee retention in the Maldives retail industry. Most of the times the result findings conducted using this paradigm are accepted (Chui, 2015) . With this research paradigm the researcher is able to accurately describe the human resource management practices in Maldives and rectify the influence it has on employee retention in retail industry.
Research Methodology
This research study used quantitative method for data collection. Because this method allows testing theories and hypotheses, collect large number of data, which is more appropriate to answer the question, similarly this method is more objective and reliable yet not influenced by the personal opinion of the researcher in representing the phenomena. This method allowed researcher to restructure complex problem to a limited number of variables and supports understating the predictors of the result (Creswell, 2013) . Also this method enabled to explain and test theory unlike qualitative method where the researcher is not aware of the important variables to examine and the data collection is sensitive and flexible to the social context (Gravetter & Forzano, 2015) .
Primary Research is adopted as there is no formal and reliable data currently available on this research topic in the research context. Also primary research provides satisfactory results and is appropriate for intensive investigations, similarly the target issues are addressed; the interpretation of data is more effective, addresses the specific research issues, the data collected is decent and the researcher has greater control (Rønsen & Smith, 2014) .
Research Questionnaire
According to Goulding (2005) there are three ways to design target question -to use questions already exist in other established questionnaires, adapt questions already used in other questionnaires or design new. Since this is the first research of it's kind in Maldives the questionnaire was newly designed and pilot testing was done before it was distributed among the participants. The questionnaire for this study consisted of total 30 questions that were developed based on main 5 independent variables and 1 dependent variable, each variable consists of 5 questions. The questionnaire has both classification and target questions. It had two sections in it, Section A consists of gender, age, job position, marital status, length of employment, salary range, department and qualification, Section B included the target questions. Since majority of the respondents preferred to remain anonymous identification question was kept voluntary not necessary .The questionnaire was formatted in English language, kept simple and easy to answer with a likert scale of 5 so that the response rate could be increased. Those are 1-strongly agree, 2-agree, 3-neither agree nor disagree, 4-disagree and 5-strongly disagree. 
Pilot Testing of questionnaire
Pilot testing was conducted using structured questionnaire in order to make sure that the participants understand the question and understand it in the similar way. The importance of pilot testing is that it helps the researcher to find out if the questions make the respondents uncomfortable, helps to identify if changes are required in the language used in the questionnaire giving the researcher to be able to understand the time it take to complete the survey in real time (Jacob & Furgerson, 2012) . Also pilot test allowed the researcher to ensure the scale is reliable and normal. Also reliability test (Cronbach's Alpha) was conducted to test internal cocnistency. The items that show less than 0.7 were modified or removed and then the new questionnaire was distributed.
Target Population, sample size and sampling method
The target population for the proposed research question consists of employees working in the retail industry of Maldives. Provided in the official website of National bureau of statistic; Ministry of Finance and Treasury updated as of year 2000 the employed population from both sexes in the sales and service industry is 6567 employees (National Bureau of Statistics, 2014). Therefore 30 organizations were approached considering the time to complete the research, and among those 14 of the organizations responded with positive response in allowing their employees to participate.
The study is a cross -sectional research and therefore primary sample was used. This is a form of quantitative sampling, which is normally used, in descriptive research (Cho & Park 2013) where the researcher collects sample from a random group of people. A total of 280 questionnaires were distributed and a total of 263 questionnaires were returned. However, among these returned questionnaires some of the questionnaires were excluded because it was incomplete which means 254 completed questionnaires were used (sample size is 254). The respondents were employees currently working in the retail industry.
The sampling techniques used to select employee for this survey is convenient sampling method. It is difficult to use simple probability sampling as most of the staff are not based in the office, but in different locations. Therefore once the company grant the permission, researcher approaches any employee who are available in the office. As researcher is not directly involve in data collection process, it minimise the biasness and influence on any employee. Once the procedure is explained and when respondent gave the consent, then the questionnaire was given and requested to complete it as truthfully as they can. The completed questionnaires were collected after 2 weeks followed questionnaire distribution to the respondents, following up and reminding the respondents on the dead line for collection. 
Ethical Considerations
Before the questionnaire was being distributed to the respected companies, they are well-informed by the researcher as to conduct a questionnaire survey with the employees of their companies. After the permission was granted by the respected companies, a research letter by FTMS College is delivered to the selected companies as to further confirm with them the conduct of the survey and it is strictly for academic purpose.
Attached with the questionnaire is the participant consent form where each participant was asked to sign as they are agreed to take part in this research voluntarily. The collected data are kept confidential that do not contained any specific information except some demographic questions such as name, age group and so on. Each company has given a permission letter allowing this research to be conducted at their companies.
Data Analysis Plan
In order to analyze the data the descriptive statistics of the questionnaire were acquired from SPSS in order to find out the normality of the questionnaire based on the skewness and the kurtosis statistics. Next the researcher run the reliability test, validity test, correlation, regression and find out the sample adequacy using the SPSS in order to analyze the data collected for the findings of the study. This enabled the researcher to find out whether the respondents agree if or not human resource practices influence employee retention in Maldives retail industry.
Research Limitations
This study has several limitations. First, the target population to collect data is limited. Second, the cost involved to cover the entire target population is a huge amount. Furthermore the researcher to personally visit Maldives and collect data was another challenge as the research is not a funded research. Therefore among 200 inhabited island in Maldives with 80 islands operating as resort hotels the study was focused only on the capital city Male'. This is because according to the world fact book 1/3 of the population of Maldives that is approximately 103, 693 out of 345,023 of Maldives population is based in the capital city Male'. Therefore most of the businesses are successfully operated in the capital city. Third and the biggest challenge is the time constraint
4.
Results and Discussion
Demographic Analysis
The study engaged 254 employees from 14 organizations in Maldives. Majority of the respondents were female 56.7%, male 110%. Most of the employees are aged between 18 23 rd -45 years constituted 37% followed by aged group 26-35 years with 34%. 91% of staffs were professional level staff while 9% only represents secretary level staff. The detailed table 2 illustrated the information about respondents. 
Normality of data distribution
In order to measure the data normality the statistical significance of skewness and kurtosis are two important indicators. Normality is most of the times referred to the shape of the data collection (Koizumi, 2013) . The two key indicators for normality testing, skewness demonstrates if the shape is balanced while the other indicator kurtosis allows identifying if the curve is peaked or flat. Also it was suggest that too much variation from the normal distribution can cause negative impact during the data analysis (Zygmont & Smith , 2014) . In multivariate analysis the data normality is ensured if the absolute value is with in (<0.1) or (<. 001) (Khine, 2013) .
The skewness of this data set is seen between 0.70 to -0.80, indicating that the skewness of this data set is in acceptable range falling under the suggested value. However the kurtosis indicated three questions (Q8, Q16, Q17) greater than -1.00, but suggesting the rest is on an acceptable range. Also it is important to note that these three questions were found to be normal during the pilot testing. Since the greater value for those three questions indicated in kurtosis is varying with a very slight difference, the data set is suggested normal and further reliability testing was conducted. For this research reliability is measured using Cronbach's Alpha and inter-item correlation. Cronbach's alpha measures the internal consistency, while the inter-item correlation addresses the correlation between individual items that should exceed or be greater than 0.3 (Hassan & Diallo, 2013 ). Cronbach's alpha coefficient is widely used to measure reliability, if the Cronbach's alpha value is 0.70 it ensures the reliability of the internal consistency of the questionnaire (Ringim, et al., 2012) . The constructs for this research has a standardized Cronbach's alpha of 0.956 and according to Flynn, Schroeder and Sakakibara (1994) the Cronbach's alpha range between 0.60 to 0.99 for the variables of the questionnaire used for research indicates that the instrument is reliable (Ringim, et al., 2012) . Also based on the Table 9 , the Cronbach's Alpha for the variables show high reliability, therefore the instrument has excellent reliability in terms of internal consistency. The items that has a lower reliability score during the pilot test has been modified or replaced with another item has shown high internal consistency proving that the final questionnaire and scale has a high reliability. As shown in Table 10 , from the initial eigenvalues, the % of variance for the first component is 44.254%, the second component is 6.9%, and the third component is with 6.04%. The fourth compoment is 4.044%. Therefore, total of 4 components possess an eigenvalue ˃1 rule (Williams, Onsman and Brown, 2010) . Also this indicates that scale is more unidimensional. Further to this component matrix (Vari-max) is analyzed to identify the factors. The analysis of Eigen values and the scree plot for human resource practices suggested four factors among the five components used in the instrument. The total variances obtained by the 4 factors for the dependent factor (Employee Retention and Performance) were 61.3%. In order to retain the dimensions, Eigen value should be 1.0 or must exceed 1.0 (Hassan, 2014) . Therefore all the components used in the construct are more than 1.0 and cumulative variance for all the items included in the construct exceeded 61 %. Therefore all the items are retained under each variable. Therefore based on the results extracted from the factor analysis using component matrix (vari mix) the data set is explained by 4 factors, which this study will be analyzing further. The combined two factor is well justified in the literature review as training and development linked with career development has a better chances in motivating staff to stay longer with the organization. Similarly performance appraisal linked reward and recognition has much more significant impact on employee retention than stand alone. Thus this study has conducted further analysis to test the component matrix and the proposed original conceptual framework to test the hypotheses.
Sample Adequacy Test
The collected data set was tested to check the appropriateness for factor analysis and this depends upon the sample size. According to a study by MacCallum Windman, Zhang and Hong (1999) suggests that, if the communalities are lower the importance of the sample range increases. Similarly if all the communalities are > 0.5, specially for a sample (less than 300) it is perfectly adequate (Hassan, 2014) . Therefore the sample size of 254 used in this research is good for a suitable factor solution, since all the communalities are 0.5 and above. Sig. .000
Source: SPSS generated
The Kaiser-Meyer-Olkin (KMO) a method used to measure sample adequacy refined that index further 0.90s is marvelous, 0.80s is meritorious, 0.70s is middling, 0.60s is mediocre, 0.50s is miserable and below 0.50 is unacceptable (Anastasiadou, 2011) . In this study, the value of KMO for Human Resource Management practices, the whole construct is 0.940 suggesting the factor analysis is reliable and statistically significant because it is 0.90 and above.
Descriptive Statistics
The mean and standard deviation from descriptive statistics are used to analyse the data. The average or mean is the most popular measure of central tendency (Thompson, 2009) . The usage of means to explain a dataset must be bounded to ratio and interval level data (Thompson, 2009 ). The mean is more affected by the allocation of the values than is the median and it is more responsive to outliers (Thompson, 2009 ).
Among the five HR practices to retain employees, the mean statistics of health and safety (HS) is the highest (M=3.08, Std=0.899) indicating that most employees perceived that this is the most often practice HR activities in the organization. The second highest mean value is scored by training and development (TD) and career development (CD), both scored a mean value of 2.74 indicating that both TD and CD are commonly practice in their organization to retain employees. Performance appraisal and reward and recognition scored a lower mean value of 2.52 and 2.54 respectively indicating that performance appraisal is the least HR practices in the organization out of five practices. Also overall all the data distribution are normal and valid. 
Correlation Analysis
The below table 13, shows the correlation analysis generated on all constructs to determine Pearson's Correlation coefficients with a two -tailed significance test. Human Resource Management practices such as Career Development (CD), Training and Development (TD), Performance Appraisal (PA), Health and Safety (HS), Reward and Compensation (RC), are considered as independent variables and Employee Retention (ER) is considered as the dependent variable.
Correlation is measured the relationship between two or more variables. The correlation coefficients range from -1 to +1 representing perfect negative and positive correlation (Landau & Everitt, 2004) . As a general rule of thumb the value should not exceed 0.75, similarly correlations of 0.8 or higher are suggested problematic (Ringim, et al., 2012) . With reference to the above figure, the results show that all the dimensions of Human Resource Management Practices have strong relation with employee retention. Overall Human Resource Management Practices has positive and significant relationship with employee retention with a Pearson correlation coefficient of R= 0.573, 0.515, 0.495 and 0.515 respectively. This finding is similar to the previous similar research done in other contexts. For example in terms of career development we found a positive and significant relationship with employee retention. This is confirmed by previous studies such as Day (2007 ), SHRM (2012 and Merchant (2013) . Also in terms of training and development the result is confirmed by previous researches such as Kaymaz (2010) , Ameeq-ul-Ameeq & Hanif, (2013), and . Similarly the positive relationship between performance appraisal and employee retention are also similar to previous studies such as Tay (2011 ), Yi, Nataraajan & Gong (2011 ), Bhattacharyya (2011 ), Fulk, Bell & Bodie, (2011 . Previous studies also confirms the relationship between reward and recognition and employee retention (Fogleman & McCorkle, 2013; Saeed, et al., 2013; Edirisooriya, 2014) . Lastly, health and safety relations with employee relation is also confirmed by previous studies such as Armstrong (2010) . Source: SPSS generated
Regression Analysis
For this study, regression was performed to predict the impact of Human Resource Management Practices on employee retention based on five independent factors. The dependent factor for this study is Employee Retention Table 14 , the dependent variable is ER, and independent variables are HS, RC, PA, TD and CD. The figure (4.6) summary predicting the employee retention shows R as 0.690, R square as 0.476 and adjusted R square as 0.465, implicating that 46.5% of the variance of employee retention can be predicted by independent variables of health and safety, reward and compensation, performance appraisal, training and development and career development. However as a general rule of thumb a good fit is considered to predict minimum of 60% variation of the dependent variable (Zygmont & Smith , 2014) . Therefore this model is considered to be a poor fit or not a 'good fit'. However the autocorrelation of this regression is potentially high. Similarly the F test conducted for this study gives a value of 45.014, proposing the F value for this study shows that the regression model is significant Table 15 shows that it is less than 0.20 (Menard, 2010) , so it signifies that the variable is not greatly collinear with the rest of the predictor variables (Ualberta, n.d.) . Therefore the empirical model (original) can be illustrated as follows
Human Resource Management Practices and Employee Retention
Y=0.192(X1)+0.371(X4)+0.206(X5)----------------------------------(1)
This empirical model (original) indicated that changing 1 unit of X1(CD), X4 (RC) and X5(HS) while other things remain same, Y (ER) will change by 0.769 units. The other two factors including constant is excluded as these factors are not significant. Therefore based on the rotated component matrix results, only the factors grouped together and the questions under those components were tested again using the same data set for regression and to test further hypotheses set in previous sections. The above table 16 shows that R is 0.636, R square is 0.404 and adjusted R is 0.397, meaning that 39.7% of the variance of employee retention can be predicted by the independent variables (health and safety, performance and appraisal combined with reward and compensation, career development combined with training and development) suggesting that the model is not a good fit. Also Durbin -Watson analysis, the acceptable range suggested is between 1.5 and 2.5 (Bakon & Hassan, 2013) , for this study with reference to table 16, the Durbin -Watson value is 1.841, which is a acceptable. Therefore the autocorrelation of this regression is potentially high. Similarly the F test conducted for this study gives a value of 56.570, proposing the F value for this study shows that the regression model is significant. Multicollinearity is defined as the degree of correlation between the independent variables (Ringim, et al., 2012) . Therefore, for this study Multicollinearity was examined between the independent variables for Tolerance test and Variance inflation. According to Hair et al; , it is suggested that if Variance inflation factor exceeds 10 and the Tolerance value is lower than 0.10, it indicates the Multicollinearity has potential problem (Ringim, et al., 2012) . With reference to above Table 17, shows that Multicollinearity does not exist between the independent variables, because VIF values are less than 10, similarly the Tolerance values are more than 0.10. These results indicate that this study does not have any Multicollinearity problem. Furthermore all the independent variables are strongly significant.
Refering to the Table 17 above, it is evident that three HR practices components identified in Vari-Max component analysis has a significant and positive influence on employee retention. This also shows that the assumptions made in literature review, that combined effects of rewards and performance appraisal has a significant and positive impact on employee retention. This is confirmed by the findings of Lawler III (2003) and Daoanis (2012) . Similarly the combined effect of training and development along with career development opportunities also has a significant and positive influence on employee retention as p value is less than 0.05. This is similar to previous studies such as . Therefore the following assumptions were made: Y= ER (employee Retention) X5=HS (Health and Safety X6=CDTD (Career and training Development) X7= PARC (Performance appraisal and reward & compensation) C= constant Therefore the model derived from vari-max (rotated component) analysis is illustrated as follows
Y=0.233(X5) +0.197(X6) +0.329(X7) ------------------------(2)
The model again shows that changing 1 unit of HS(X5), CDTD(X6), and PARC(X7), positively to upwards will increase ER(Y) by 0.759 units. Therefore the following hypotheses are accepted and rejected Table 18 
Conclusion and Recommendation
The main purpose of this research is to examine the impact of human resource management practices on employee retention in Maldivian context. The following conclusions are derived from the findings There is a positive and significant influence of career development on employee retention. Even though career development is not often practices among the organizations where samples were taken, it was perceived as one of the key factor that plays an important role in retaining employees in the organization.
There is no significant influence of training and development on employee retention. This is evident in past research as well. Many research shows that if training and development only takes place without linking it to other rewards , especially career development, employees don't see the value of training even though it increases productivity and overall performance. This research concluded that training and development combined or link with career development opportunities will retain employees in the organization.
Similarly there is no significant influence of performance appraisal on employee retention. Again, this conclusion is contrary to many previous researches. However this conclusion is also similar to many previous research as cited earlier. In past many research shows that if performance appraisal is done without linking to rewards or compensation, it is not perceived as positive practice to stay in the organization rather it creates more conflicts and rifts between managers and employees. Therefore this research concludes that performance appraisal conducted by linking with reward and compensation have a significant and positive influence on employee retention.
It is important to note that reward and compensation practices has significant and positive influence on employee retention. This is evident in many organizations. Reward and compensations are paid much more to those who are important or key players in the organization in order to keep them in the organization. However it is also important to note that this method alone may not be a sustainable method to retain staff. Therefore non-monetary and other reward and recognition methods should be employed to retain staff rather than focusing on monetary methods alone.
Health and safety has appositive and significant influence on employee retention. This is the human resource practices that most often practices among the Maldivian organizations. This could be due to the legal factor or due to the employee pressure.
Therefore it is important to provide training and development with further career development plan, similarly practice performance appraisal by providing proper feedback on a timely manner so the employees could benefit with the rewards and compensation packages that comes when performed well. This will help the organization to save cost in recruitment. This study concludes, by adapting these human resource management practices in the organization talent can be retained and at the same time the organization can achieve the set goals being competitive and successful.
Further Research Direction: Since this study was conducted only in Male', the capital city of Maldives further studies across the country is recommended. These future studies could also be focused on other industries and additionally explore employee performance based on the human resource management practices.
